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3Agreement
Between
The Granville Teachers Association and 
The Superintendent of the Granville Central School District.
July X, 2012 to June 30,2015
PREAMBLE
In order to effectuate the provisions of the Public Employees’ Fair Employment Act (Chapter 
392 of the Laws of the 1967 and its amendments) and to encourage and increase effective and 
harmonious working relationships between the Granville Central School Board of Education and 
its professional employees so that the education process can best be served:
This agreement is made and entered into on this____ day of__________, 20__, by and between the
Chief School Officer of the Granville Central School District and the Granville Teacher’s Association
ARTICLE I
RECOGNITION
The Granville Central School District recognizes the Granville Teachers’ Association for the 
purpose o f collective negotiations as the exclusive negotiating agent of the instructional staff 
consisting of all certified or licensed personnel. This shall include Teachers, Librarians, School 
Social Workers, School Counselors, School Psychologist, Occupational Therapists, Physical 
Therapists, Speech Teachers and Speech Pathologists. Administrators and School Nurses are 
excluded from the bargaining unit.
ARTICLE II
DEFINITIONS
As used in the Agreement, the following terms shall have meaning as described below:
1. "Board of Education" or "Board" refers to the Granville Central School Board of 
Education.
2 . “Association" refers to the Granville Teachers' Association.
3. “School District” refers to the Granville Central School District
4. "School Year" refers to that period known as a school calendar year commencing on 
September 1st and ending on the thirtieth day of June next.
5 "Teacher" o r " teachers” refers to any employee who is a member of the 
bargaining unit.
6. "Parties" refers to the Board of Education or to the Granville Teachers’ Association, 
whichever is applicable to the reference stated.
47. All “days” referred to shall be days in which school is in session except between 
the last day of June and the first school day in September where days shall mean 
calendar days. Exceptions shall be designated “calendar” days.
ARTICLE III
SCOPE
All actions of the Board and the Association shall be governed by the provisions of the 
Education Law of the State of New York and other applicable statutes of the State of New York, 
including the Rulings and Regulations of the Commissioner of Education.
ARTICLE IV
NEGOTIATION PROCEDURES
Negotiations for a successor agreement will commence at the request of either party. Neither 
party in any negotiation procedure shall have any control over the selection of the representatives 
of the other party, and each party may select its representative from within or outside the School 
District.
No final agreement shall be executed without ratification by the Granville Teachers’ Association 
and the Granville Central School Board of Education. The parties mutually pledge that then- 
representatives will be granted the necessary authority to make proposals, consider proposals and 
reach tentative compromises in the course of negotiations.
It is expected that salaries, wages, and terms and conditions of employment provided in this 
Agreement shall remain in effect. Because of the nature of the public educational process, it is 
recognized that matters may arise of mutual concern to both parties which have not been fully or 
adequately negotiated. It would well be in the public interest that the opportunity for mutual 
discussion of these and additional matters be provided when both parties are in agreement that 
such is necessary.
Accordingly, the parties would cooperate in arranging meetings, selecting representatives, 
furnishing necessary information, and proceeding to consider and resolve any such matters.
ARTICLE V
SALARY
For the 2012-2013 school year teachers advanced two steps from the previous school year (2011- 
2012) on the step schedule attached hereto as Appendix A. In addition, all bargaining unit 
members will receive a payment of $500, as an off schedule payment to be made on or before 
December 21, 2012.
For the 2013-2014 school year teachers will advance one step on the new salary schedule which 
includes $500 additional on each step, attached hereto Appendix A. All “off step” teachers will 
be paid their base salary plus $500.
5For the 2014-2015 school year teachers will advance one step on the new salary schedule which 
includes $500 additional on each step, attached hereto Appendix A . All “off step” teachers will 
be paid their base salary plus $500.
Summer School shall be paid at a daily rate (6 hour day) of $185 per day; half-day pay will be 
paid for any partial days worked.
Graduate and in-service credits — 2012-2013 $62 per credit hour
2013 -2014 $62 per credit hour
2014-2015 $62 per credit hour
Salary adjustments for 2012-2013,2013-2014, and 2014-2015 as reflected in the “new
schedule” are limited as follows:
Step Placement and Salary Adjustment
1. In accordance with the schedule, teachers will be placed on step and given full credit 
for years of service and credit hours earned while employed in the Granville Central 
School District.
2. Experience earned outside the Granville Central School District may be credited by 
agreement with the employee at the commencement of employment in the District.
3. Faculty who pursue courses will concentrate on a Master’s Program or a Certificate 
of Advanced Studies. Credit for graduate college courses that pertain to on-the-job 
skills (the teacher’s discipline or classroom skills) will be approved.
4. All other graduate courses, as well as in-service and other training, are subject to the 
prior approval of the Superintendent and will be granted or denied at the sole 
discretion o f the Superintendent. Once such approval has been granted by the 
Superintendent, credit for courses will be granted upon receipt of a signed letter 
indicating completion of extra credit earned, by September 1 and January 25 of a 
given year. An official transcript, or grade report, will be presented to the 
Superintendent as soon as it becomes available so that an official record may be 
maintained in the Central Office files.
The additional increment, in full or pro-rated as it pertains to the date in case, will 
become effective the first payday following either of the dates applicable.
5. Stipends to be offered for extra duties shall be $14.00 per hour for 2012-2015 
prorated. Extra duties are construed to be such activities as chaperone, ticket seller, 
minor sport official, crowd control and the like. Crowd control involves supervision 
of a bleacher section, corridor, auditorium, etc. It means exercising a type of 
leadership designed to curtail noise and other less than desirable behavior. It calls for 
no police duty or physical involvement between the teacher and people. The crowd 
control person will call the police if  such an approach is needed.
66. Annual Positions and Stipends: Sports and Advisories.
Sports: The percentages listed in Appendix B for Varsity sports are based on the 
2012-2015 MA Salary Schedule Step 5, found in Appendix A. JV and Modified 
sports are based on the BA Salary Schedule Step 5 found in Appendix A.
All coaching stipends will be paid as if they have ten (10) years of experience in a flat 
rate stipend regardless of the number of years coaching. The stipends will be based 
on Step 5 of MA schedule A in the current contract unless a coach has achieved a 
higher stipend. If so, they will be grandfathered at that step and will remain there 
(frozen). Any coach who has achieved a higher level may return to that sport at this 
higher level and will also be frozen at that level.
Advisories: The percentages listed in Appendix B are based on the current year BA 
Salary Schedule Step 1 found in Appendix A.
Experience will be granted for years in which the teacher has engaged in supervising 
the activity at any level. A teacher with one or two years of experience will have 
his/her stipend calculated by multiplying step one of the BA schedule by the specified 
percentage. A teacher with three or four years of experience will have his/her stipend 
calculated by multiplying step two of either the BA schedule by the specified 
percentage; and so on. Realizing the value of experience, the District will compute 
salaries for these positions as follows:
Experience for advisors will be granted for years in which the teacher has engaged in 
supervising the activity at any level. Experience will not be granted for advisories 
which appear similar but are indeed different; for example, journalism and yearbook.
7. Curriculum Development—Curriculum work done, without release time, will be 
compensated at the rate of: $24.00 per hour prorated for 2012-2015.
8. Any member who earns National Board Certification or ASHA certification 
(American Speech-Language Hearing Association) shall be compensated by moving 
up one step on the salary schedule and shall remain one step higher for the life of the 
certificate.
9. New co-curricular sports and advisories may be added to the following list at any 
time following the negotiation of a salary for said position. This negotiation may take 
place at any time, which is convenient to the parties to this agreement.
10. Mentoring
• The position of Mentor shall be at an annual stipend of $1,000 per year. The 
Superintendent and the Board of Education shall appoint the Mentor on a 
yearly basis. •
• The position of Mentor Coordinator shall be at an annual stipend of $2,000 per 
year. The Superintendent and the Board of Education shall appoint the Mentor 
Coordinator on a yearly basis.
7■ Program to be developed is for mentoring new teachers and teachers with 
‘teacher improvement plans’ to be developed in compliance with Section 
100.2(dd)(2)(iv) of the Commissioner’s Regulations and the APPR mandates.
11. Payroll Dates: The payment of a teacher’s total annual salary will be divided into 
either 21 or 26 payments as selected by the teacher prior to the start of the school 
year. Pay periods will be bi-weekly. The end of the first pay period and the date that 
teachers will receive their first paycheck will be the second Friday following Labor 
Day each year. The amount of the payment to be made in the first paycheck and each 
biweekly pay check thereafter shall be either 1/21st or 1/26* (depending on the 
teacher’s selection of number of payments) of the teacher’s annual salary for the 
school year.
ARTICLE VI
INSURANCE
A. Health Insurance
1. All unit employees hired before July 1, 2006 will have the option of BC-BS PPO 
plan, or HMO plan, or Blue Cross Matrix I plan. Those hired after July 1, 2006 will only 
have the option of BC-BS PPO plan or HMO plan.
The District will offer alternate PPO as an option with the same percentage contributions 
listed below. Employees who select the alternate PPO will receive a $300 (instead of 
$100) reimbursement in accordance with Article VI, C. -  Prescription Self Insurance 
Program.
The employee will pay for the Individual and Family Plans as follows:
Effective Individual Two-Person/Familv
2012-2013 9% 14%
2013-2014 10% 15%
2014-2015 11% 16%
Any member who wishes to participate in the BlueCross Matrix Health Insurance Plan 
must pay the difference in the total cost to the employer between what the district would 
pay for that Plan and the cost o f the PPO. The District will continue to pay the premium 
contributions as outlined in the CBA for the PPO mid HMO plans.
2. The Plan is part of the Agreement and may only be changed with the consent of both 
parties to this Agreement. However, the District may, at its option, upon 60 calendar 
days’ written notice to the Association move to a plan that is fully comparable to the 
current plan.
3. A. All current retirees who retired prior to July 1,2006 shall continue to have 
their individual health, not dental, insurance fully reimbursed by the District.
8B. All retirees who retired from the District after July 1,2006 and before July 1, 2012 
will continue to contribute $200 per year toward the cost of their individual health, not 
dental, insurance premium. Retirees have the option for health insurance coverage 
under BC-BS PPO plan, alternate PPO, HMO plan, Blue Cross-Matrix I provided such 
plan is offered by the carrier.
C. Current employees who were hired before June 30,2003 and who retire with ten 
(10) years of continuous service in the district in accordance with the established 
policies of NY State Teachers Retirement shall contribute 5% toward the cost of their 
individual health, not dental, insurance premium. Retirees have the option for health 
insurance coverage under BC-BS PPO plan, alternate PPO, HMO plan, Blue Cross- 
Matrix I provided such plan is offered by the carrier.
D. Current employees who were hired after July 1, 2003 but before July 1, 2006 and 
who retire with fifteen (15) years of continuous service in the district in accordance 
with the established policies of NY State Teachers Retirement shall contribute 5% of 
the cost of their health, not dental, insurance premium. Retirees have the option for 
health insurance coverage under BC-BS PPO plan, alternate PPO, HMO plan, or Blue 
Cross-Matrix I provided such plan is offered by the carrier.
E. Current employees hired on or after July 1, 2006, who retire with fifteen (15) years 
of continuous service in the district and who retire in accordance with the established 
policies of NY State Teachers Retirement shall contribute 5% of the cost of their 
health, not dental, insurance premium. Retirees only have the option for health 
insurance coverage under BC-BS PPO plan, alternate PPO, or HMO plan,
4. Incentive to decline Health Insurance - Any unit member who elects not to take 
the health insurance coverage will receive a $3,000 incentive, payable no later 
than November 30 of the school year. This election shall be by written notice to 
the Superintendent no later than September 30 of each school year. Any member 
who elects the buyout of the insurance will supply proof of alternate coverage. 
Re-entry into the health plan shall be permitted under the following conditions:
(a) The amounts paid by the District as incentive on a pro-rata basis shall be paid 
back prior to re-entry.
(b) Any re-entry of participation in said plan shall be subject to administrative 
regulations of the Granville Health Insurance Program. (Unless a trigger event 
occurs, re-entry is limited to July 1st of each school year.) Once this option is 
exercised, unless a trigger event occurs, the individual will be ineligible for 
insurance for the duration of that school fiscal year.
(c) The parties agree that a "trigger event" shall be defined as the loss of alternate 
health insurance coverage.
(d) On an annual basis an employee is covered under the health insurance 
program unless the employee opts out by September 30th.
9(e) In order to avoid a taxable event for other unit members taking health 
insurance, any such payment shall be made pursuant to the terms of a written IRC 
125 Plan.
5. Internal Revenue Code Sec. 125
The District will institute an Internal Revenue Code Sec. 125 plan. The District 
and the Association will mutually agree on a plan administrator. The plan will be 
a full cafeteria plan with all benefits and allowances as listed in IRS legislation. 
The maximum district administration cost per plan participant shall not exceed 
$36 per year unless the District realizes additional savings, in which case the 
District will pay an amount up to that savings realized per plan participant. The 
maximum amount of non-premium contributions in the first year of the plan shall 
not exceed the IRS limit $2,500 . The starting date of the plan shall be mutually 
agreed upon by the District and the Association.
B. Dental Insurance:
The District will provide the Blue Cross-Blue Shield Dental Plan or its equivalent 
for bargaining unit employees and their families. The plan is a portion of the 
agreement and may only be changed by mutual agreement of the parties to this 
agreement. The save harmless provision arrived at in conference with 
Administrative Law Judge, Sandra Nathan, will become part of this agreement.
The District will pay 95% of all actual premiums.
C. Prescription/Co-Pav Self-Insurance Program
1. The District shall continue the employee’s self-insurance prescription program 
of $100.00. For employees enrolled in the alternate PPO plan, this amount 
will be $300.00 and can be used to reimburse for co-pays including office 
visits and prescriptions.
2. Each active full-time unit member is entitled to reimbursement from the 
program for expenses actually incurred for prescription drugs for him/herself, 
his/her spouse and his/her dependent children up to $100.00. The maximum 
reimbursement to which any active full-time unit member is entitled in any 
fiscal year (July 1 to June 30) shall be no more than $100.00 (or $300 for 
those enrolled in the Alternate PPO).
3. Payment from the program shall be made on a monthly basis following the 
submission of signed, receipted prescription bills. Said claim shall be made 
and paid as any other claim would be made to the District. The bill shall dis­
close the service provided and shall identify the person for whom service was 
submitted under this section.
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4. The district’s responsibility is solely to administer the program and it shall 
have no liability, beyond the $100.00 (or $300.00) paid per eligible full-time 
active unit member in so administering the program to any employee or group 
of employees or any third party.
5. This program shall apply solely to active, full-time unit members who have 
been appointed to a minimum of a six-months duration, with any payment to 
unit members employed on a LESS than full-time basis to be pro-rated on the 
basis of the percent of total employment. Unit employees working at less than 
50% full-time equivalent will not be eligible.
ARTICLE VII
LEAVE POLICY
A. Sick Leave and Family Illness:
The Board of Education recognizes the need for leave to care for personal and family 
illnesses, provides an aggregate earned at a rate of 1.50 days per month, fifteen (15) days 
per year for personal sick leave and family illness with a maximum of five days for 
family illness. Family leave can be used when members of the immediate family namely 
spouse, children, step-children who are residing in the household, and close relatives; 
namely mother, father, sister, brother, sister/brother-in-law, mother/father-in law, 
grandmother, grandfather, grandmother/grandfather-in-law and anyone directly 
dependent upon and residing with the employee are involved.
Unused sick leave may be accumulated to 400 days, those who currently (2002—2003) 
have more than 400 days shall be frozen at their current number of days.
A teacher who is in need of family illness days in excess of the five (5) days provided 
herein will be granted such additional days upon the approval of the Superintendent of 
Schools. Such additional days, if granted, will be subtracted from the teacher’s 
accumulated sick leave.
B. Bereavement Leave:
Teachers may be absent from work without loss of pay by reason of death in the family 
up to a maximum period of five (5) school days for immediate family members and shall 
include mother, father, sister, brother, spouse, children and step-children (who are 
residing in the household), grandmother, grandfather, grandchildren or anyone directly 
dependent upon and residing with the employee.
Teachers may be absent from work without loss of pay by reason o f death in the extended 
family up to a maximum of three (3) school days for the family member shall include 
sister-in-law, brother-in-law, mother-in-law, father-in-law, grandmother-in-law, 
grandfather-in-law, or anyone directly dependent upon or two (2) school days to attend 
the burial/memorial service Bereavement leave may not be accumulated. Proof of 
funeral or memorial service may be required.
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C. Personal Leave:
Professional personnel desiring personal leave will provide the School District, through 
the office o f the Building Principal, with twenty-four (24) hour notice when possible and 
conform to policy statement which follows:
Personal leave shall be allowed at the amount of two (2) days each year. It shall be a 
separate leave and not a part of the sick leave category.
1. It shall not be used to extend vacations, holidays or weekends for the pursuit of 
pleasurable and recreational activities or to provide extra days of vacation.
2. It shall be used for those personal matters which cannot be scheduled outside of the 
school day.
3. Personal leave shall be granted without reasons by the immediate supervisor when the 
request is within the limitations previously described.
4. Nothing above is intended to preclude inquiry or investigation to ascertain that the 
reason for requesting personal leave is, in fact, to conduct personal business, which 
cannot be scheduled outside the school day.
5. Application for personal leave shall be filed on a form made available through the 
District Office to all building general offices. This form shall include a statement that 
the employee warrants that the personal leave will be utilized for personal business 
which cannot be scheduled outside the school day. Both the Granville Teachers’ 
Association and the Administration will make every effort to direct the professional
staff about usage of personal leave in their informative sessions on orientation day 
and during the school year whenever necessary and feasible.
Any teacher or professional worker who believes he has been denied privileges in 
relation to personal leave may institute regular grievance procedure as outlined in that 
policy procedure.
Any teacher who is in need of personal leave days in excess of the two (2) days 
provided herein will be granted such additional days upon the approval of the 
Superintendent of Schools. Such additional days, if  granted, will be subtracted from 
the teachers’ accumulated sick leave.
All sick, or personal leave days shall be taken in Vi or full day increments.
“Unused personal days shall be added to accumulated sick leave on an unlimited 
basis.”
D. Parental Leave
A parental leave without pay will be granted by the Board of Education under the following 
conditions:
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1. A teacher desiring a leave of absence for parental leave shall request one at least 
ninety (90) days prior to the commencement of the leave. Such unpaid parental leave 
will be available for the purpose of caring for an infant child or adopting a child up to 
five years o f age. During such unpaid leave, the teacher will be eligible to continue 
participation in all District medical plans provided that monthly premium will be paid 
by the teacher prior to the premium due date, excluding the statutory period of leave 
provided under the Family Medical Leave Act (12 weeks), under which all benefits 
remain paid pursuant to Article VI (A.).
2. Such unpaid Parental leave should begin upon the birth of the child and shall continue 
through the remainder of that school year. Extensions of unpaid leaves beyond the 
period remaining in the school year in which the unpaid leave begins may be granted 
at the discretion of the Board in semesters rather than full school years. Leave will 
not be granted beyond three (3) complete semesters after the leave commences. 
Teachers shall give at lease sixty (60) calendar days notice, in writing, of a request to 
return to service or request an extension of leave.
3. Throughout the duration of the leave, the School District shall not be obligated to pay 
for any benefits to, or on behalf of, the teacher involved. In addition, the time of the 
leave shall not be counted toward the teacher’s seniority or accrual of tenure with the 
school district.
F. Sick Leave Pool:
1. Every unit member of the Association who would like to participate in the Sick Leave 
Bank must contribute one day into the Bank during the 2013-2014 school year and one 
day during the 2014-2015 school year. Contributions will be made on or before the 15 th 
day of the school year or within 15 days of employment. In the event that a unit member 
would like to participate in the Sick Leave bank after the first year of the Bank, that 
member must contribute two of his/her accumulated sick leave days (unless more days 
have had to be contributed, then that number would be required, see #7). Any new 
employee who is employed after the 2013-2014 school year who chooses to join the Bank 
will, within the first year of employment contribute one day within their first 90 days and 
a second day within 30 days of their second year.
2. The sick leave bank shall be administered by a sick leave bank committee comprised of 3 
GTA members (preferably one from each building) chosen by the Association and two 
members chosen by the District. Decisions shall require a majority vote. Both the 
Association and the District will be provided with an annual report from the committee at 
the conclusion of each school year of operation.
3. Association members may request days from the sick leave bank when the member’s sick 
leave has been exhausted and the member has been determined to be suffering from a 
serious medical illness. Members of the Sick Leave Bank must formally apply in writing 
to the Sick Leave Bank committee for use of sick leave days. Each application is worth a 
30 day maximum. Starting in 2013-2014, each member may request a thirty day (30) 
leave. A second request for thirty days (30) days may be granted during the school year. 
No more than sixty days may be granted over the school year (180 days). Members may 
receive a lifetime maximum of 180 days. Unused days will be returned to the Bank. The
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application must be accompanied by a note from a medical doctor or a Doctor of 
Osteopathy attesting to the nature of the disability, the treatment for same, and the 
prognosis for recovery. The Sick Leave Bank committee
reserves the right to ask the applicant to obtain a second medical opinion at the expense 
o f the applicant.
4. The sick leave bank committee shall respond to any request within five (5) working days. 
Both the Association and the District will be notified each time Sick Leave Bank days are 
granted. Should the committee decline a member’s request for days, the Committee shall 
provide the member with a written explanation.
5. A member whose request has been denied may ask for a meeting with the Committee. 
Any decision rendered after such a meeting shall be considered final. All decisions made 
by the Committee are non-grievable and binding.
6. Should the Association member’s illness extend beyond the days granted pursuant to the 
member’s initial request, the member may reapply for additional days.
7. The bank shall be maintained through member contribution. Whenever the number of 
days in the bank is reduced to less than 60 days, each Association member who 
participates in the Sick Bank shall contribute one additional sick leave day.
Contributions may only be made in accordance with this procedure. The GTA executive 
board will determine the need for additional sick days to be added to the bank.
8. All Association members in the District are eligible to contribute. Only those who 
contribute may access the Sick Leave Bank.
ARTICLE V ffl
SABBATICAL LEAVE
Sabbatical leave can be arranged for Granville Central School District professional 
employees under the following regulations:
1. Applicants must have worked (7) or fourteen (14) years in the District without 
interruption, other than those interruptions provided for in all agreed upon leave 
policies, in order to be eligible for sabbatical leave.
2. In any given year, no more than two (2) of the professional staff, upon making 
application, can be granted sabbatical leave.
3. After seven (7) years in the system, the applicant is eligible for a one-half (1/2) 
year leave at full pay or a frill year leave at one-half (1/2) pay. After fourteen (14) 
years in the system, the applicant is eligible for a frill year of leave at frill pay.
4. Applications must be submitted to the Superintendent for such leave no later than 
December 31st of the preceding school year.
5. Applicants must receive the recommendation and approval of the Superintendent.
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6. Approval or rejection of the application must be made by the Board of Education 
by February 15th, following, in the same school year.
7. Professional employees who are recipients of a seven (7) year sabbatical leave and 
those who are recipients of a fourteen (14) year sabbatical leave will agree to return 
to their employment in the Granville Central School District for a period of not less 
than one school year, or agree to refund to the District the full amount o f monies 
expended by the District in support of such sabbatical leave as in this case the salary 
or the fraction of the salary which is involved.
8. Teachers, or other professional employees, while on leave receive normal salary 
increments, retirement credit, and usual fringe benefits, in accordance with State Law 
and this contract or its successor and are entitled to return to their former positions.
ARTICLE IX
CONFERENCES, VISITING AND PROFESSIONAL DAYS
When teachers are involved in conference, visiting and professional days, they may, upon written 
request to the Superintendent at least ten (10) days prior to the date of the conference or visiting 
day, be granted permission to attend with no effect on any leave provision.
ARTICLE X
IN-SERVICE EDUCATION AND TRAINING
In-service educational programs may be arranged by the Superintendent outside the regular 
student day and should not exceed one hour and one-half (1 Yt) hours in duration. Whenever 
possible and practical, the School District shall share the time equally with release time from the 
teacher’s workday. Such in-service will not exceed 15 meetings per year.
Education (in-service training, or course work) may be reimbursed or credited for salary 
adjustments subject to prior approval of the superintendent, (disapproval or approval to be given 
within twenty (20) school days o f date stamped in District Office) upon completion of current 
paperwork requirements and when completed on the employee’s personal time, the in-service, or 
training, or coursework must be determined applicable to education by the superintendent.
1. Repayment for educational expenses may be approved when no credit/salary 
adjustment is sought.
2. One in-service credit may be earned for each 15 hours or more of documented 
satisfactory completion of a course and seat time. Two credits may be considered for 
30 hours or more, and 3 credits for 45 hours or more. There shall be a three credit 
maximum for each in-service course. No partial credits will be granted for in-service 
credit, nor will hours remaining be transferable to future education.
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3. College credit for courses may be credited as assigned by the college, without the 
three credit limit.
4. Salary increases are approved by the Board of Education upon recommendation of the 
superintendent. The current paperwork and an official transcript showing completion 
of the college course (or hours attended for other education) must be turned into the 
Business Office by September 1st or January 25th of any given year in which the 
adjustment is desired. Application must be made within one year of the completion 
of the course (or time of hire).
If stipends are paid to the district employee for participating in said education, the district may 
request such stipends to be turned over to the district if  salary adjustment or repayment of 
educational expenses is requested.
ARTICLE XI
ASSOCIATION RIGHTS
A. The Building Principal o f each school and the Association Building Representative 
shall meet at the request of either party to discuss school operations and questions 
relating to the implementation of this contract. These meetings shall be held at a 
mutually convenient date and time.
B. The Association shall have the right to post notices of its activities and matters of 
concern to teachers on faculty room bulletin boards, at least one o f which shall be 
provided in each school building. The Association may use the teacher mailboxes for 
the purpose of communicating with the teachers. All such notices shall be placed in 
the mailboxes by the secretary.
C. The Association shall have the right to use school facilities and buildings for 
Association meetings, provided that such use will not interfere with regular school 
programs, and shall be in conformance with School-District policy.
D. Copies of available current District Rules, Regulations and By-Laws and official 
policies of the District shall be given to the Association President and Building 
Representatives. Official Board Minutes shall be sent to the Association at the same 
time they are sent to the Administration.
E. The Board agrees to post a copy o f this Agreement on its website within five days of 
its adoption by the parties.
F. If a teacher is asked by the Association to attend a proceeding between parties in 
negotiations or in a grievance proceeding during the school day, the teacher may use 
Association Release Time pursuant to Article XIII.
G. The Association shall have access to school equipment only after clearing 
arrangements with the Building Principal’s office and provided the Association 
furnishes the paper or reimburses the District for the cost.
16
H. NYSUT representatives shall be permitted access to their members during the 
school day only after clearing arrangements with the Building Principal’s office and 
provided there is no interference with any ongoing school function.
ARTICLE XII
RELEASE TIME
A. The Board shall permit the Association to take ten (10) days leave per year with pay 
for purpose of attending conventions and/or workshops of their affiliate bodies, and 
for presenting grievances and involvement in negotiations.
B. The President of the Granville Teachers’ Association’s workload shall be limited to 
five (5) teaching periods at the secondary level or regular classroom instruction time 
at the elementary level. The GTA President will conduct Association business during 
this released time. The President may leave his/her building with prior notice to the 
Building Administrator. This provision will not be deemed to exclude attendance at 
regular faculty meetings or parent-teacher conferences.
ARTICLE XIII
ACADEMIC FREEDOM
The Board of Education and the Granville Teachers’ Association agree that academic freedom 
is essential to the fulfillment of the purposes o f the school system and acknowledge the need of 
teachers to be free from attack and from unwarranted censorship and restraint which would 
interfere with their pursuit of knowledge and truth in the performance of their classroom 
responsibilities. Such unwarranted interference stifles initiative and establishes an atmosphere 
of suspicion and distrust.
In practicing academic freedom, the staff recognizes and is sensitive to the needs of the 
community and to its responsibility to exercise sound judgment and to refrain from using the 
school to promote personal views on religion, race and partisan political issues.
ARTICLE XIV
WORKLOAD
A. Granville Central School administrative officials and the membership of the Board of 
Education have always been cognizant of the need for classes to be of reasonable 
size, generally 23-28 where this meets practical criteria; therefore, in order to make it 
possible for those students who are in school to have the greatest advantages for 
learning and the most effective conditions in reference to facilities and teacher pupil 
ratio, these administrators and Board members agree with the Association that it will 
be the School District’s goal to have no more than twenty-eight (28) students in any 
regular elementary and academic classes
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Further, it is agreed that class sizes in excess of these numbers in regular elementary
and academic classes should generally be avoided except for a limited period of time.
When classes do exceed these numbers, consideration shall be given to making
provision for some special assistance.
B. Preparation and Lunch Periods:
1. Teachers will be provided with at least a thirty (30) minute duty-free lunch period 
daily.
2. Preparation periods are provided for the purpose of completing individual 
professional education work.
a. Elementary teachers shall have thirty-five (35) minutes preparation time 
per day.
b. In order to arrive at an equitable distribution of elementary preparation 
time, a committee will be created to formulate standards.
c. In the secondary school each teacher will be allotted an average of at least 
two (2) preparation periods per day for a nine-period schedule. Should the 
school day configuration change, this will be submitted to a committee.
d. A committee will be created to formulate standards for number of class 
assignments, duty assignments, study hall assignments, and possible 
remuneration for cafeteria duty.
e. Any teacher who teaches in the distance learning lab will receive one extra 
preparation period above the 2 allotted preparation periods.
C. Duty Assigned Workload:
1. Under currently existing conditions, circumstances and procedures, secondary 
school staff members may be assigned six (6) periods per day with five (5) class 
teaching and one (1) duty assignment constituting a full load. Where necessary 
to meet program staffing requirements within currently existing or contractually 
established staffing levels, a sixth teaching class may be assigned in lieu of a duty 
assignment. Where a sixth teaching assignment is made, it shall be preceded by 
communication with the staff member affected and the staff member must be 
provided an opportunity for input in the decision-making process. Where 
possible, six (6) teaching assignments shall be made to staff members indicating a 
willingness to accept such assignments. This provision shall not be construed or 
interpreted so as to cause or support m y action designed to discourage or prevent 
teachers from accepting a sixth teaching assignment in place of a duty assignment.
2. Teachers will be assigned duties consistent with their professional standing and 
training; therefore, in 2012-2015:
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a. teachers will not be assigned study halls of more than 28 students. Any 
teacher with more will have an aide.
b. Teachers who are assigned to “cover” the classes or duties of other staff 
members will be paid 17% of 1/200 of their annual salary for each duty 
assignment covered. Teachers who leave early and whose classes must be 
covered must sign out with the respective Building Principal. Neither side 
will be held responsible for “Acts of God.”
3. In working out the master schedule, every effort consistent with optimal utilization 
of staff member’s abilities, interests and talents shall be exercised by the schedule 
maker to equitably distribute the number of different course and grade level 
preparations among staff members teaching the same subject.
4. Secondary school staff members teaching five (5) regular academic classes shall 
not be assigned more than 150 students per day in those regular academic classes. 
For teachers with a sixth class assignment, no more than 165 total student load 
will be assigned without the teacher’s consent.
D. Elementary Parent Conferences:
The District will provide two half-days to elementary classroom teachers (K-6) for the 
purpose of scheduling conferences with parents. However, teachers who have to 
schedule conferences with more than 20 parents will have additional release time 
provided beyond the two half-days with prior approval of the building principal.
E. All physical education personnel shall be expected to accept a minimum of one (1) 
coaching assignment and may take (an) additional coaching assignments).
F. INSTRUCTIONAL LEADERSHIP: Effective for the 2013-2014 school year and 2014-2015:
1. The Granville Central School District believes that Instructional Leadership (I.L.) is essential to the 
effective and efficient operation of the District's educational programs. Therefore, the District and the 
GTA have established the teacher leadership structure set forth in this article.
2. The Instructional Leaders’ focus will be on strategic planning, program development and 
implementation at both building and district levels. The teacher leaders will work with the building 
and district administration to assure that district and building level goals are being met. Instructional 
Leaders will serve for the duration of the school year and must reapply for the position each year.
3. Interested teachers will indicate their interest to be the Instructional Leader to his/her team. The team 
will put forth a name to the principal for the IL position. If more than one person per department 
indicates an interest in the IL position, the principal-will decide the IL. The team and or Principal will 
report the selected Instructional Leader to the District. Final determination is subject to District 
approval. If a confirmed IL be rendered unable to perform the duties of the position due to unforeseen 
events (such as leaving the district), the department-based election process will be initiated again. To 
avoid conflicts of interest the president of the union may not apply for the instructional leader 
position.
4. Instructional Leader positions are annual appointments of one school year in length.
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5. The parties recognize the line of authority of the building administrators, however the work required 
of the I.L. or the teams will not be administrative or evaluative in nature; work taken on by the IL will 
have the characteristics of development and implementation, not enforcement. All parties will work 
cooperatively to review the teacher leadership structure as needed.
6. As long as Instructional Leadership appears in the GTA/Granville Central School District collective 
bargaining agreement, the monies will be appropriated to support it. If an instructional leader vacancy 
occurs in a department, that department will initiate the election process again. Should no members 
of the department show interest in the position, the IL will be chosen by the building principal.
7. Both parties, while recognizing the implementation of instructional leader positions as lasting until 
the expiration of the contract on June 30,2015, will be amenable to an annual review and change of 
specific language herein. Such a discussion will take place on or before April 15 of each year. Any 
recommendations must be agreed to by both parties in order to be binding.
8. The Instructional Leadership Structure:
- 7-12 Instructional Leaders will: attend building leadership meetings during the school
year; disseminate information from leadership meetings; collaborate with the Principal 
in developing: class/course configuration, budget proposal, scheduling, and interview 
process for new staff; facilitate monthly department/grade level meetings; report minutes 
of monthly meetings to the committee, superintendent and building principal; coordinate 
curriculum review and development; and collaborate with other Leaders at the 
Instructional Leader Meetings. Instructional Leaders must have a minimum of three (3) 
consecutive years of teaching experience in the District to be considered for an I.L. 
position.
Each Instructional Leader will facilitate/ attend one monthly Team meeting with their 
team; one Instructional Leader Meeting per month with administration and Instructional 
leaders will be required to attend 2 meetings over the summer which will be determined 
in May.
7-12 Instructional Leaders Stipend.
ELA/Foreign Language - $2400
Math - $2400
Science - $2400
Social Studies - $2400
Technology/Business - $2400
Special Education/Support Services -$2400
Music, Art, Physical Education, FACS & Health -$2400
1 K-6 Instructional Leaders will: attend building leadership meetings during the school
year; disseminate information from leadership meetings; collaborate with the Principal 
in developing: class/course configuration, budget proposal, scheduling, and interview 
process for new staff; facilitate monthly department/grade level meetings; report minutes 
of monthly meetings the committee, superintendent and building principal; coordinate 
curriculum review and development; and collaborate with other Leaders at the 
Instructional Leader Meetings. Instructional Leaders must have a minimum of three (3) 
consecutive years of teaching experience in the District to be considered for an I.L. 
position.
Each Instructional Leader will facilitate one monthly Team meeting with their team and 
one Instructional Leader Meeting per month with administration. Instructional leaders 
will be required to attend two meetings over the summer which will be determined in 
May.
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For the 2013-2014 School year the instructional leader will focus on 
implementing the engage NY curriculum modules at grade level.
* K-6 Grade Level Instructional Leaders Stipend 2013-2014
Pre-K-K $2400 Grade 4 $2400
Grade 1 $2400 Grade 5 $2400
Grade 2 $2400 Grade 6 $2400
Grade 3 $2400 Encore $2400
• For 2014-2015 K-6 Departmental Instructional Leaders 
o Pk-3 ELA - $2400 
o 4-6 ELA - $2400 
o K-6 Math - $2400 
o K-6 Science - $2400 
o K-6 Social Studies - $2400 
o Special Education/Support Services -$2400
o Music, Art, Physical Education, Technology, Library Sciences -$2400
ARTICLE XV
LENGTH OF SCHOOL DAYS
The 7 - 1 2  teachers’ instructional work week will be 35 hours and 40 minutes, Monday through 
Thursday, seven hour-ten minutes, Friday seven hours. Four of which days, in addition to the 
regular class day, will provide for student academic assistance. School days will begin between 
7:15 a.m. and 9:15 a.m. as needed to accommodate students and bus schedules.
The K — 6 teachers’ instructional work week will be 35 hours to include five seven hour school 
days, in addition to the regular class day, will provide for student academic assistance. School 
days will begin between 7:15 a.m. and 9:15 a.m. as needed to accommodate students and bus 
schedules.
The Superintendent will establish the commencement of the school day annually.
All teaching personnel are required to be available for professional duty in school during the 
instructional work hours which, in addition to the regular class day, four days per week include a 
time block preceding or following the regular student day for 30-40 minutes not to extend the 
workday beyond the above hours. Any meetings on these four days must occur outside this 
student assistance time. The Superintendent will designate one day per week district-wide when 
meetings may occur immediately at the end of the regular student classes. This instructional 
workweek does not eliminate the responsibility of the teacher to participate in meetings with 
colleagues or parents or attend to special duties as required.
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SCHOOL CALENDAR
In order that the teachers’ point of view is provided in the future, it is agreed that teacher 
representatives appointed by the GTA will be included in deliberations pertaining to the school 
calendar before recommendations on the calendar for the next school year are forwarded for 
consideration by the Board of Education.
ARTICLE XVI
ARTICLE XVII
EMPLOYMENT OF SUBSTITUTE TEACHERS
The School District should be notified of a pending absence as soon as the teacher is 
aware that he/she will be unable to fulfill his/her duties on any given day or period of time. In 
event of sudden illness or an emergency, this may not always be possible, but every effort should 
be extended to see that as much notice as feasible is provided. At least a twenty-four (24) hour 
notice should be extended.
The teacher shall see that adequate lesson plans and materials are available. These shall be filed 
with the Building Principal and shall be plans which continue the instruction in an orderly way 
from what was being presented and leading up to a continuation of instruction following the 
substitution. “Stock” plans about a particular phase of instruction may also be used. Each 
teacher should prepare a series o f these plans and file them with the Building Principal for use in 
emergency situations.
ARTICLE XVIII
VACANCIES AND PROMOTIONS
All actual or expected openings in professional’s positions or jobs, promotional opportunities, or 
vacancies in existing or newly created programs including, but not limited to, elementary and 
secondary schools, summer school, night school, and adult education, shall be filled in the 
following manner:
1. The job, position, vacancy or opportunity shall be posted on a faculty bulletin 
board in each building in the District and shall be advertised in m y other manner 
the District normally uses to notify teachers of Board directives, for at least five 
(5) days. Such advertisements shall be conspicuously posted on a special form 
with large lettering at the top, “PROFESSIONAL JOB OPPORTUNITY”. The 
advertisement shall contain the job title, job description, if existing, and directions 
for making application for the position. Application shall be by a simple form, 
requiring the name, school o f the applicant and other pertinent data related to the 
position applied for.
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2. All applications from bargaining unit employees received within ten (10) days of 
the time the notice was posted in all buildings shall be considered by the 
Superintendent. In a case where two or more applicants have equal qualifications, 
length of service in the District shall be one of the deteimining factors. However, 
the Board may consider all applications from within or without the bargaining 
unit, for the job, position, vacancy or opportunity in the District.
3. During the summer vacation period, the Superintendent will notify all teachers 
who file a statement of interest in positions that become vacant and the GTA 
President.
ARTICLE XIX
TRANSFER AND REASSIGNMENT
Teachers who desire a change in grade level and/or subject assignment or who desire transfer to 
another building may file a written statement of such desire with the Superintendent not later 
than February 1st of any given year. The statement shall include the grade level and/or subject to 
which the teacher desires to be assigned and/or the school building to which he/she desires to be 
transferred. Whenever a vacancy becomes known, the teacher who has filed application for such 
position shall be notified that the vacancy exists.
Whenever circumstances dictate that transfers are necessary, they shall be made on a voluntary 
basis whenever possible. Teacher experience plus qualifications for the open position will be the 
deciding factors.
A tenured teacher transferring from one tenure area to another shall do so only with the 
recommendation of the Superintendent and shall be required to serve a two-year probationary 
period in order to be considered for tenure in the new assignment.
ARTICLE XX
JOB SECURITY
In order to provide a measure of job security for presently employed staff members in the event 
of a reduction of level of staffing and resulting in elimination of positions, the following 
provisions will apply:
1. In the event of a planned reduction in staff level resulting in the elimination of 
positions, the District shall notify the GTA and shall provide a seniority list for 
each tenure area.
2. Teachers affected by loss of position shall be given written notice of the intent to 
recommend termination of service at least three (3) school months before the 
effective date of termination with a letter of explanation enclosed and a copy of 
each communication shall be placed in teacher’s personnel file.
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3. When a professional position in any tenure area becomes available, certified 
teachers in that tenure area on the re-employment list will be notified of such 
position by Certified Mail, Return Receipt Requested, with a copy sent through 
regular mail to the GTA President or a designated representative. Rehiring and 
recalling of teaching staff members will be accordance with applicable law.
ARTICLE XXI
DISCIPLINARY PROCEEDING AND NOTIFICATION
1. Disciplinary Proceeding: A tenured teacher shall not be reprimanded, disciplined 
or otherwise penalized without just cause. A teacher having been officially 
reprimanded, disciplined or otherwise penalized for any alleged infraction o f the 
rules, policies, practices, procedures, or for delinquency in his professional 
performance shall have the right to a subsequent conference. At such conference, 
the teacher may have present a representative of the GTA provided the 
Association chooses to represent the teacher and provided the conference is not a 
routine post observation and evaluation conference.
2. Notification: A probationary teacher shall be given written notice o f the intent to 
recommend termination of service at least thirty (30) calendar days before the 
date on which termination is to be acted upon by the Board of Education. Upon 
request of the teacher in the manner provided by Education Law, the reason for 
termination will be provided in writing in accord with the requirements of 
Education Law section 3031.
Teachers in the final year of their probationary period shall be given written 
notice of the intent to recommend termination of services at least ninety (90) 
calendar days before the effective date o f termination.
ARTICLE XXII
TEACHER FILES
Teachers shall have the right to review their files at any time, to make copies of the materials 
therein, and to append remarks to any document in the files. A teacher shall also have the 
opportunity to sign all written evaluations, reprimands or warnings, which signatures will only 
acknowledge that the teacher has reviewed the particular document. A teacher shall have the 
right to have an Association representative with him when he reviews his files. Nothing may be 
entered in a teacher’s file without sending a copy to the teacher. Grievances, grievance claims 
and other material relating to the grievance procedure shall not be placed in teacher files.
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DUES DEDUCTIONS
A. The School District will withhold from each professional employee’s payroll check an 
amount authorized by the individual employee and transmit said amount, as requested, to 
the Granville Teachers’ Association. Each employee desiring such deduction shall 
complete and sign a “Dues Deduction Authorization.” Such request must be in the hands 
of the Business Manager by September 16. The dues deduction authorization shall be 
continuous. The Association will inform the Business Office of the dues for the current 
year by September 15. Payroll deductions shall be made over a twenty (20) payroll 
period. The deduction will be transferred to the School District’s Trust and Agency 
Account at each payroll period and transferred to the Treasurer of the Granville Teachers’ 
Association when it is requested.
B. The District shall withhold from each employee’s payroll check an amount for 
VOTE/COPE authorized in writing by an individual employee as requested and transmit 
said amount to the Granville Teachers’ Association.
The Association will inform the Business Office of the amounts for current staff before 
the first payroll in September and for new staff by the second payroll for the current 
school year.
This deduction shall be continuous unless changed in writing by the individual prior to 
the first payroll in September or first payroll in February of the current school year.
C. The District shall withhold from each employee’s payroll check an amount authorized in 
writing by an individual employee as requested and transmit said amount to the NYSUT 
Benefit Trust.
The Association will inform the Business Office o f the amounts for current staff before 
the first payroll in September and for new staff by the second payroll for the current 
school year.
This deduction shall be continuous unless changed in writing by the individual prior to 
the first payroll in September or first payroll in February of the current school year.
ARTICLE XXIII
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AGENCY FEE
The School District shall deduct from the salary of all teaching employees in the bargaining unit 
who are not members of the Granville Teachers’ Association and who have been employed with 
the School District for thirty (30) working days, an amount equivalent to the dues levied by the 
Granville Teachers’ Association and shall transmit the sum so deducted to the Granville 
Teachers’ Association in accordance with Section 208 of the New York State Civil Service Law. 
The Granville Teachers’ Association affirms that it has adopted a procedure for refund of the 
agency shop fee deduction as required by Section 208(3) of the New York State Civil Service 
Law. This position for agency shop fee deduction shall continue in effect so long as the 
Granville Teacher’ Association maintains such procedure.
ARTICLE XXIV
ARTICLE XXV
GRIEVANCE PROCEDURE
The Board of Education of the Granville Central School District and the Granville Teachers’ 
Association have agreed to abide by the following Grievance Procedure and will invoke such if, 
or when, necessary to resolve individual or group differences:
Philosophy
1. The Board of Education recognizes the professional staff participation in the 
development of policies affecting the educational program of the School District 
as stated in the Joint Code of Ethics (Paragraph 1) adopted by the New York State 
School Boards’ Association and the New York State Teachers’ Association which 
reads:
“The Teacher and the School Board recognizes that while the teacher participates 
in the formulation of school policy under the leadership of the school 
administrator, it is the duty of the Board to determine final policy.”
2. The Board of Education accepts the “Declaration of Policy” as contained in 
Chapter 554, Section 601, of the General Municipal Law as follows:
“In order to establish a more harmonious and cooperative relationship between 
government and its public employees, it is hereby declared to be the purpose of 
this article to provide by law for the settlement of certain differences between 
public employees and their employers through procedures under which employees 
may present grievance, free from coercion, interference, restraint, discrimination 
or reprisal. The provisions of this article shall be liberally construed for the 
accomplishment of this purpose.”
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PART A -  DEFINITIONS
A -l Employer -  The Board of Education, Granville Central School District #1, 
Towns of Granville, Hebron, Hampton and Whitehall.
A-2 Employee -  Any person directly employed and compensated by the Board o f 
Education in a professionally certificated area as defined in the Consolidated 
Education Laws and/or the regulations of the Commissioner of Education of 
the State of New York and a member of the teachers’ bargaining unit as 
defined in the Recognition Article.
A-3 Employee’s Representative -  Any person selected by an employee as defined 
in A-2 to represent the teacher at each step in formal grievance proceedings as 
defined in A-4; said person being termed “employee’s representative” 
regardless of occupation, profession, etc.
A-4 Formal Proceedings -  Those proceedings following stage one of grievance 
procedure, in which the aggrieved and/or the aggrieved representative will 
appear and all parts of said proceedings must be documented as provided in 
Section 604 of General Municipal Law.
A-5 Grievance -  Grievance shall mean any claimed violation, misinterpretation or 
inequitable application of the contract, law or past practice or policies affecting 
working conditions only.
A-6 Informal Proceedings -  Those proceedings during the first stage of procedure, 
generally of oral nature in accordance with Section 604 of the General 
Municipal Law.
A-7 Days — Shall mean school days.
A-8 Aggrieved -  To mean teacher or the Association.
A-9 Past Practice - Any consistent, system-wide practice.
PART B -  PROCEDURAL STAGES
Any employee who has a grievance as defined in Part A-5 of these regulations shall follow 
the ensuing steps in resolving said grievance. The employee has the right to institute grievance 
proceedings without fear of redress, and to choose whomsoever the employee desires to 
represent her/him in said proceedings.
If a teacher does not present a grievance to the Principal within twenty (20) school days after the 
teacher knew, or should have known of the act or condition on which the grievance is based, then 
the grievance shall be waived. If a grievance is not processed through the levels of this 
procedure within the time limits specified therein, then it shall be waived.
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B-l Level I f Informal )
A teacher shall present the grievance to the Principal or Supervisory Administrator. 
The aggrieved must state that a grievance is being brought to the Principal or 
Supervisory Administrator.
B-2 Level II
If the grievance is not resolved at the building level within five (5) school days after 
the aggrieved notified the Principal or Administrator that a grievance is being 
brought to the Principal’s attention, the aggrieved party may, within a period of ten 
(10) additional school days, present the grievance in writing to the Superintendent 
or a person designated by the Superintendent. This document shall state the 
specific nature of the grievance and include the following:
• Historical background of grievance
• Evidence supporting grievance
• Reasons for dissatisfaction with action taken during the informal 
proceedings.
The Superintendent or the designated person will study the grievance presented.
This will involve a conference with the employee and/or the employee’s 
representative. These two parties may agree to convene a committee o f three (3) 
chosen by mutual consent of the two parties from among the following groups:
GTA Executive Committee, employees’ colleagues, and administrative personnel. 
Following study, the Superintendent or the designee will render a decision in 
writing to the employee no later than ten (10) school days following written receipt 
of said grievance.
B-3 Level III
1. If the employee is not satisfied with the disposition of the grievance at Level II 
the employee may, within five (5) school days after receipt of the decision at 
Level II or at the expiration of the ten (10) school days referred to just above 
whichever is earlier, appeal the decision to the Board of Education. The 
employee must inform the Superintendent or the designee of the employee’s 
intent to appeal, so that the accumulated records from Level II, plus additional 
records submitted by the aggrieved for consideration o f the Board will be 
transmitted to the Board of Education. These records shall be forwarded to the 
Board of Education by the Superintendent within two (2) school days of receipt 
of the notice of the intent to appeal.
2. Grievance proceedings shall take place at a meeting of the Board of Education 
to take place within twenty-one (21) school days following receipt of said 
grievance. By mutual consent of both parties, an additional meeting may be 
conducted to pursue the grievance at a date agreeable to both parties.
3. A written decision will be rendered the employee with five (5) school days 
following the last scheduled Board meeting where the grievance proceedings 
specified in two (2) above were conducted.
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B-4 Level IV
1. If the teacher is not satisfied with the decision at Level III, the teacher may 
request that the Association submit the grievance to arbitration. The 
Association should not submit the grievance to arbitration without the consent 
of the teacher involved. If the Association then determines that the grievance 
is meritorious and that appealing it is in the best interest of the school system, 
it may submit the grievance to arbitration by written notice to the President of 
the Board of Education, with a duplicate copy to the Superintendent, within 
fifteen (15) school days of the decision at Level III.
2. Within ten (10) school days after such written notice of submission to 
arbitration, the Board of Education and the Association will seek agreement 
upon a mutually acceptable arbitrator competent in the area of the grievance, 
and will seek commitment from said arbitrator to service. If the parties are 
unable to agree upon an arbitrator or to obtain such a commitment within the 
specified period, they will apply to AAA for appointment of an arbitrator.
3. The arbitrator’s decision will be in writing and will set forth findings of fact, 
reasoning, and conclusions on the issues.
4. The arbitrator shall have no power or authority to make any decision which 
requires the commission of an act prohibited by law or which is Oviolative of 
the terms of this Agreement.
5. The decision of the arbitrator shall be final and binding upon all parties.
6. The costs of the services of the arbitrator, including expenses, if any, will be 
borne equally by the Board of Education and the Association.
GENERAL
None of the foregoing is to be construed to imply that the employee gives up any rights as 
defined in the Consolidation Education Law, Civil Service Law, New York State Teachers’ 
Retirement Law or Regulations of the Commissioner of Education. It is recommended, however, 
that all states of these grievance procedures be used prior to the filing of any civil or criminal 
proceedings.
AMENDMENTS
These procedures may be amended at any time by mutual agreement of the Board of Education 
and the Association.
DISTRIBUTION OF PROCEEDINGS
A copy of these procedures, and any amendments thereto, shall be distributed to all teachers and 
shall be filed with the State Civil Service Commission and the Clerk of the School District within 
fifteen (15) days after their adoption. The procedure shall be open to public inspection, at 
reasonable times, with the Clerk of the District or at the School Business Office.
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SUBCONTRACTING
The School District and the Association agree that teaching duties currently being performed by 
members of the bargaining unit shall not be subcontracted without notification and prior 
negotiation with the Association. The paragraph shall not apply to the transfer of teaching duties 
to existing or new programs provided by the Warren-Washington-Hamilton-Essex BOCES.
ARTICLE XXVI
ARTICLE XXVII
WAIVER
The parties acknowledge that during negotiations, which resulted in this Agreement, each had 
the unlimited opportunity to make demands with respect to all proper subjects of bargaining. 
Therefore, unless the contract specifically requires negotiation on a particular item, the 
Association Mid the School District, for the life o f this Agreement, agree that collective 
bargaining is concluded and expressly waive the right to bargain collectively with each other 
with respect to any subject or matter, whether or not contemplated by the parties at the time of 
negotiations. However, any changes in terms or conditions of employment resulting from the 
creation of new positions or changes in existing positions shall be excluded from this waiver.
ARTICLE XXVIII
RETIREMENT INCENTIVE
Employer Non-Elective Contribution to 403(b) Plan
A. Any unit member within the bargaining unit shall receive, as a deposit to their 
403(b) account, an employer non-elective 403(b) contribution described below if 
he/she meets the following criteria:
1. The unit member must be eligible for retirement in accordance with the 
established policies of the New York State Teachers' Retirement System or 
NYS Employees Retirement System.
2. Any unit member who wishes to retire shall submit a written letter of 
resignation for retirement purposes prior to February 1 of the school year in 
which she/he wishes to retire, pursuant to the New York State Teachers 
Retirement System or NYS Employees Retirement System.
B. An employee who retires with service counting towards seniority in the Granville 
Central School District shall be eligible for an employer non-elective 403(b) 
contribution as follows, subject to a maximum contribution o f $15,000.
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1. 25 years of seniority applicable service and 1st year of eligibility for retirement 
with full benefits pursuant to the New York State Teachers Retirement System 
or NYS Employees Retirement Systems: 100% of accumulated sick leave at 
$50.00 per day.
2. 20 years of seniority applicable service and 151 year of eligibility for retirement 
with full benefits pursuant to the New York State Teachers Retirement System 
or NYS Employees Retirement System: 100% of accumulated sick leave at 
$45.00 per day.
3. 15 years of seniority applicable service and 1st year of eligibility for retirement 
with full benefits pursuant to the New York State Teachers Retirement 
System or NYS Employees Retirement System: 100% of accumulated sick 
leave at $30.00 per day.
4. 10 years of seniority applicable service and 1st year of eligibility for retirement 
with full benefits pursuant to the New York State Teachers Retirement System 
or NYS Employees Retirement System: 100% of accumulated sick leave at 
$20.00 per day.
C. The employer non-elective 403(b) contribution shall be deposited based on the 
date of retirement as follows:
1. Those staff retiring by June 30th will receive, as a deposit to their 403(b) 
account, said contribution in a lump sum on October 1st after retirement.
2. Those staff retiring between July 1st and December 15t will receive, as a deposit 
to their 403(b) account, said contribution in a lump sum no later than December
31st after retirement.
3. Those staff retiring in December will receive, as a deposit to their 403(b) 
account, said contribution in a lump sum within 30 days of retirement.
Employer 403(b) Non-Elective contributions shall be contributed in accordance with, and subject 
to the following conditions:
1. No Cash Option No employee may receive cash in lieu of or as an alternative to any of 
the Employer’s Non-elective Contribution^) described herein.
2. Contribution Limitations In any applicable year, the maximum Employer Contribution 
shall not cause an employee’s 403(b) account to exceed the applicable contribution limit 
under Section 415(c)(1) of the Code, as adjusted for cost-of-living increases. For 
Employer Non-elective Contributions made post-employment to former employees’ 
403(b) account, the Contribution Limit shall be based on the employee’s compensation, 
as determined under Section 403(b)(3) of the Code.
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In the event that the calculation of the Employer Non-elective Contribution referenced in 
any of the preceding paragraphs exceed the applicable Contribution Limits, the Employer 
shall first make an Employer Non-elective Contribution up to the Contribution Limit of 
the Internal Revenue Code and then pay any excess amount as compensation directly to 
the Employee. In no instance shall the Employee have any rights to, including the ability 
to receive, any excess amount as compensation unless and until the Contribution Limit of 
the Internal Revenue Code are fully met through payment of the Employer’s Non- 
Elective Contribution. In no case shall the Employer Non-elective Contribution exceed 
the Contribution Limit of the Internal Revenue Code
3. 403fbf Accounts Employer Non-Elective contributions shall be deposited into a legally 
established 403(b) program in the name of the employee.
4. Tier I Adjustments Tier I members with membership dates prior to June 17,1971, 
Employer Non-elective Contribution hereunder will be reported as non-regular 
compensation to the New York State Teachers’ Retirement System.
5. This section shall be subject to IRS regulations and rulings. Should any portion be 
declared contrary to law, then such portion shall not be deemed valid and subsisting, but 
all other portions shall continue in full force and effect. As to those portions declared 
contrary to law, the Association and Employer shall promptly meet and alter those portions 
in order to provide the same or similar benefits) which conform, as closest as possible, to 
the original intent of the parties.
6. This section shall further be subject to the approval of the 403(b) Provider, which shall 
review the specific contract language solely as a matter of form and as the provider o f 
investment products designed to meet the requirements of Section 403(b) of the Internal 
Revenue Code.
7. Both the Employer and Employee are responsible for providing accurate information to 
the 403(b) Provider. This information includes both Elective and Employer Non-Elective 
Contributions and the amount of the participant's Includible Compensation.
ARTICLE XXIX
DURATION OF AGREEMENT
This contract shall be in effect for three (3) years covering a period beginning July 1, 2012 and 
ending June 30, 2015. This Agreement shall not be extended orally, or in any other way, except 
through negotiations, which may be reopened, when both parties are in agreement that such 
should happen.
This Agreement shall supersede any policy, rules, regulations or practices of the Board of 
Education, its administrative officials, and the officers of the Association, which shall be 
contrary to its terms.
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If any provisions of the Agreement or any application of this Agreement to any teacher or group 
of teachers shall be found contrary to law, then such provision or application shall not be deemed 
valid and subsisting except to that extent permitted by the law, but all other provisions or 
applications shall continue in full force and effect. Contract provisions subsequently prohibited 
by law shall be renegotiated to the extent required.
This Agreement shall remain in effect for the full course of its contract.
Copies o f the Agreement shall be provided by the Board of Education to all teachers now 
employed and to all those later to be employed by the School District within two (2) weeks of its 
execution or their employment, if  that may occur later.
The GTA hereby agrees that any predated MOA/MOU, prior to the date of this agreement, and 
not included in the 2012-2015 contract will not BE BINDING upon ratification of the 2012-2015 
agreement.
IT IS AGREED BY AND BETWEEN THE PARTIES THAT ANY PROVISION OF THIS 
AGREEMENT REQUIRING LEGISLATIVE ACTION TO PERMIT ITS 
IMPLEMENTATION BY AMENDMENT OF LAW OR BY PROVIDING THE 
ADDITIONAL FUNDS THEREFORE, SHALL NOT BECOME EFFECTIVE UNTIL THE 
APPROPRIATE LEGISLATIVE BODY HAS GIVEN APPROVAL.
(Date) (Date)
Appendix A
STEP 2012-2013*
BA
2013-2014 2014-2015 STEP 2012-2013*
MA
2013-2014 2014-2015
1 33132 33632 34132 1 35854 36354 36854
2 34133 34633 35133 2 36855 37355 37855
3 35134 35634 36134 3 37857 38357 38857
4 36271 36771 37271 4 38993 39493 39993
5 37407 37907 38407 5 40130 40630 41130
6 38544 39044 39544 6 41266 41766 42266
7 39680 40180 40680 7 42403 42903 43403
8 40817 41317 41817 8 43539 44039 44539
9 41954 42454 42954 9 44676 45176 45676
10 43090 43590 44090 10 45812 46312 46812
11 44227 44727 45227 11 46949 47449 47949
12 45363 45863 46363 12 48086 48586 49086
13 46500 47000 47500 13 49222 49722 50222
14 47707 48207 48707 14 50429 50929 51429
15 48914 49414 49914 15 51636 52136 52636
16 50121 50621 51121 16 52843 53343 53843
17 51327 51827 52327 17 54050 54550 55050
18 52534 53034 53534 18 55257 55757 56257
19 53741 54241 54741 19 56464 56964 57464
20 54948 55448 55948 20 57670 58170 58670
21 56155 56655 57155 21 58877 59377 59877
22 57362 57862 58362 22 60084 60584 61084
23 58444 58944 59444 23 61167 61667 62167
24 59527 60027 60527 24 62249 62749 63249
25 60609 61109 61609 25 63332 63832 64332
26 61692 62192 62692 26 64414 64914 65414
27 62774 63274 63774 27 65496 65996 66496
28 63857 64357 64857 28 66579 67079 67579
29 64939 65439 65939 29 67231 67731 68231
30 65819 66319 66819 30 68568 69068 69568
*Forthe 2012-2013 school year teachers advanced two steps from the previous 
school year (2011-2012) on the step schedule.
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APPENDIX B
Sports & Advisories Appendix 
Annual Positions and Stipends
Football: Varsity 10%
Varsity Assistant 7.5%
Junior Varsity 7%
Junior Varsity Assistant 7%
Head Modified Coach 6%
Assistant Modified Coach 5%
Field Hockey Varsity 8%
Varsity Assistant 5%
Junior Varsity 7%
Modified Coach 5%
Volleyball Head Coach 8%
Junior Varsity 7%
Modified Coach 5%
Golf Head Coach 5%
Cross Country Head Coach 7%
Assistant Varsity 5%
Modified 5%
Soccer Varsity 8%
Junior Varsity 7%
Modified 5%
W inter
Winter Track Head Coach 7.5%
Assistant Varsity Coach 5%
Wrestling Varsity 9%
Assistant Varsity/or Junior Varsity 7%
Modified (7th & 8th) 5%
Basketball [boys] Varsity 10%
Junior Varsity 7%
Modified Coach 8th 5%
Modified Coach 7th 5%
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Basketball [girls] Varsity 10%
Junior Varsity 7%
Modified Coach 8th 5%
Modified Coach 7* 5%
Soring
Baseball Varsity 8%
Assistant Varsity 5%
Junior Varsity 6%
Modified 5%
Softball Varsity 8%
Assistant Varsity 5%
Junior Varsity 6%
Modified 5%
Tennis Head Coach 7%
Track [boys & girls] Head Coach 8%
Assistant Varsity 6%
Modified 5%
Advisories
Cheerleading Advisor-Basketball 4%
Cheerleader Advisor (Assistant)-Basketball 2%
Cheerleader Advisor-Football 3%
Class Advisors- Senior Class (2), Junior Class, 6%
Sophomore Class, Freshman Class
Class Advisors- 8th Grade Class and 7th Grade Class 5%
Drama-High School (total for all advisors) 8%
FBLA 4%
French Club and Spanish Club 5%
Graduation 2%
Guitar Club 2%
Journalism (to be determined by whether or not a newspaper is and 5 -10% 
how often-weekly/monthly)
Marching Band 6%
Math Club 5%
Musical (outside events with 10 events maximum Si20 per event
National Honor Society, 2%
National Junior Honor Society 2%
Newspaper-Junior High 4 - 8 %
(same stipulations as journalism advisor apply)
Quiz Bowl 5%
Science Club 5%
Ski Club 3%
Students Against Drunk Driving (SADD) 2%
Student Council-High School 6%
Student Council-Junior High School 5%
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Unity & Diversity 2%
Yearbook-JSHS 12%
Yearbook-Elementary 6%
All intramurals of six (6) weeks duration with a minimum of 12 sessions will be compensated at 
1.3% of the base salary
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APPENDIX- C
A. Professional Development Plan- shall be developed annually by the Professional 
Development Team as per NYS Education Law. A copy of the PDP will be 
provided to the Association president and one will be kept on file by the District.
B. Annual Professional Performance Review- Mindful of NYS Commissioner of 
Education Regulations including Subdivision (o) of section 100.2, Granville 
Central School developed an APPR Plan of expectations for its teachers providing 
instructional services or pupil personnel services through a series of committee 
meetings and reviews. This plan shall remain in effect and on file in the District 
office; mandatory subjects will be negotiated prior to any changes being made.
C. TEACHER IMPROVEMENT PLAN-
1. Development of a TIP should be a helpful, professional conversation, 
identifying solutions to problems mid resources that will help the teacher. TIP 
consultation meetings should not be adversarial or be used as a negotiation 
tool and an elected union representative of the teachers’ choice can accompany 
the teacher for any TIP meeting.
2. TIPs are intended to help teachers with professional performance, not as 
disciplinary tools used to gather evidence to terminate an individual. TIPs are 
to be developed in consultation with a teacher and a district representative. A 
teacher should not receive a TIP, unknowingly, or be “Tipped.” Consultation 
implies a level of mutual respect.
3. All Teacher Improvement Plans will include the following:
a. Identification of the specific behavior to be changed.
b. The link to the criteria in the District APPR plan:
- what does the teacher have to change?
- What evidence will demonstrate that the teacher has changed?
c. A timeline for accomplishing the change, with intermediate benchmarks.
d. A statement of what the teacher agrees to do to make the required change.
e. A statement of who will support the teacher and monitor progress in the 
change effort.
f. Identification of multiple resources to help the teacher. (Resources can 
include mentors, district Professional Development Plan, the Teacher 
Center, Higher Education Institutions, personal counselors, employee 
assistance programs, and medical referrals and others).
g. Release time for approved courses, workshops and observation.
h. Signatures by the teacher and District representative indicating agreement.
4. Final Actions:
-The building administrator may determine that the teacher has responded 
positively and return to normal evaluation process.
- The building administrator over a 3-month period determines that the teacher 
has not been significantly affected by the teacher improvement plan and the
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District may take whatever action law permits, i.e. non-tenured teachers may be 
released or tenured teachers may be subject to disciplinary action.
APPENDIX D- Hold Harmless Agreement
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